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Abstract 
Purpose of the study: This study aims to examine the impact of a psychoeducational module known as the ‘SELF-IE’ 
module in helping low-performing civil servants. It is measured through the self-change variables of emotional stability, 
psycho-spirituality, and behavioral adjustment among respondents, who attended 2017 Self-Change and Well-Being 
Programme that used the ‘SELF-IE’ module as the intervention. 
Methodology: This is a quasi-experimental study, in which the impact of the ‘SELF-IE’ module was determined by 
measuring the mean differences of the variables for both experimental and control groups. Data were collected from a 
total of 68 respondents using the Personal Well-Being Questionnaire (PWQ) consisting of 60 items divided into five 
different sections. 
Main Findings: There is a significant mean difference in all three measured variables (emotional stability, psycho-
spirituality, and behavioral adjustment) between both experimental and control groups, which means that the 
intervention using the ‘SELF-IE’ module has a positive impact in self-change of the respondents in those variables. 
Applications of this study: The result of this study can provide useful information to help improve any self-
development program for employees’ particularly in public organizational settings. The information should be beneficial 
for organizational counselors or industrial psychologists, and human resources or training managers. 
Novelty/Originality of this study: This study specifically enhances the human assessment performance in the Public 
Service Department (PSD), whereby the development of the ‘SELF-IE’ module has improved the current module used in 
public organizations’ employee assistance program (EAP). 
Keywords: Civil Servants, Counselling Psychology, Employee Assistance Program, Public Organization, Self-Change, 
Work Performance. 
INTRODUCTION  
Civil servants in Malaysia faced various issues in terms of human development which leads to a low level of 
commitment among some of them. Nowadays, current changes in society such as higher income and living rates, highly 
educated societies, and diverse customer demands, subsequently urging the public sector to provide better quality 
services in terms of broader options and flexibility (Marsidi & Latip, 2007). Hence, the Public Service Department’s 
(PSD) Circular Number 18/2005 (Psychological Applications in Civil Service) was issued to state the importance of 
establishing a holistic organizational support system in terms of counseling psychology interventions or employee 
assistance programs (EAPs), in order to improve the well-being quality of Malaysian civil servants. 
Counseling at work is very important for an organization to help employees who are suffering from emotional, 
behavioral, and attitude problems. Carrol (1996) in his book the ‘Workplace Counseling: A Systematic Approach to 
Employee Care’ raises the question of what are the needs for counseling in the workplace. He stresses out that various 
approaches can be made to the preparation and implementation of counseling in the organization as it is determined by 
the organization itself, according to its’ own suitability and adaptation. Furthermore, Organizational studies on 
employees’ well-being revealed that low-performing employees need to be assisted to voluntarily change themselves 
because their holistic well-being is directly related to their overall working performance (Weiss, Westerhof & 
Bohlmeijer, 2016; Myers, Sweeney & Witmer, 2000).  
Self-change is defined as the ability to measure variable situations which occur as a result of influences, reaction levels 
of physiological stresses, and self-supervision characteristic (Bandura, 1982). This behavioral change takes place in 
moments where lack of self-stability is caused by problems occurring in the organization whether connected to the 
individual worker, supervisor, or of the organization itself in general.  
Thus, various suggestions are provided to assist treatments towards this change which includes introducing modules or 
programs that can solve the said problems. Intervention is defined as providing treatments and executing help in order to 
produce better performance, aimed especially towards a certain process in order to help the client identify the ongoing 
problems and to face the problems appropriately. 
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LITERATURE REVIEW 
In the Public Service Department’s (PSD) Circular Number 18/2005 (Psychological Applications in Civil Service), 
intervention refers to steps taken in order to introduce positive changes in officers and staff such as counseling activities, 
intra colleague’s guidance, and also mentoring. Intervention, therefore, is focused on individual persona including on 
ways to implement the various levels of theories’ application. Coaching, stress management training. motivational talks, 
time management exercises, positive psychology activities, and individual behavior or imitational strategy (Jamieson & 
Tuckey, 2017; Pignata, Boyd, Gillespie, Provis & Winefield, 2016; David, Ionicioiu, Imbăruş & Sava, 2016; Avey, 
Luthans, Smith & Palmer, 2010; Sin & Lyubomirsky, 2009; Kirk & Brown, 2003; Martin, Karanika-Murray, Biron & 
Sanderson, 1999), are examples of organizational counseling interventions that can be carried out in order to manage 
individual employee’s emotional and psychological well-being which in return would help to increase one’s work 
performance (Weiss et al., 2016; Carmichael, Fenton, Roncancio, Sadhra & Sing, 2014; Schaufeli, Taris & Rhenen, 
2008). 
While evidence in the domain of human resource development has begun to demonstrate beneficial engagement for the 
performance of an individual employee is an important psychological experience linking the practices with worker 
results (Dubreuil, Forest, Gillet, Fernet, Thibault-Landry, Crevier-Braud & Girouard, 2016; Fletcher, 2015; Cheng, 
2012) in other countries, various counseling interventions have been carried out in order to assist low-performing civil 
servants in Malaysia. These interventions include mental and physical health guidance, and self-developmental and 
financial counseling services, which are combined into a designated Employee Assistance Program (EAP) known as the 
‘Self-Change and Well-Being Program’. This program is specifically tailored to help pool of low-performing (based on 
the annual performance appraisal marks of low than 60%) civil servants to gradually improve their self-attitudes and 
work performance. However, the current module used in this program is not being validated for quite sometimes; hence, 
it’s impacted in terms of effectiveness cannot be scientifically determined. In a recent development, the ‘SELF-IE (Self 
Improvement Employee)’ module is introduced as the newest counseling psychology intervention in this program, in 
order to enhance the participants’ self-change in domains of emotional stability, psycho-spirituality, and behavioral 
adjustment (Bakar, Hassan & Amat, 2020), in a short period of time. 
The ‘SELF-IE’ module is built based on the integration of the Transtheoretical Model (TTM), and Reality Therapy 
Theory (Hutchison, Breckon, & Johnston, 2009; Prochaska, 2008; Glasser, 1965). In comparison to the current module 
which focuses on five constructs to be measured, this ‘SELF-IE Module’ puts emphasis on three important variables to 
reflect the self-change of an individual low-performing civil servant, namely, the emotional stability, psycho-spiritual, 
and behavior adjustment. This emphasis is aligned with previous studies which indicated that these three elements are 
vital for self-improvement and work performance enhancement in any Employee Assistance Programs (EAP) to be 
developed (Wihler, Meurs, Momm, John & Blickle, 2017; Jafari, 2016; Kossek, 2016; Sony & Mekoth, 2016; 
Carmichael et al., 2014). Other scholars also agreed that these three elements are critically needed to improve the work 
performance of staff in any particular organizational setting (Tenney, Poole & Diener, 2016; Moynihan & Pandey, 2010; 
Cunningham, Woodward, Shannon, Macintosh, Lendrum, Rosenbloom & Brown, 2002).  
The current module used by PSD as an intervention in the ‘Self-Change and Well-Being Program’ is lacking in 
validation study since being introduced in 2013 (Hassan, Bakar & Amat, 2019); hence, ‘SELF-IE’ module is adapted in 
order to enhance the whole impact of the intervention in helping the low-performing civil servant who participated in the 
program. Nonetheless, the impact of the module has never been assessed since its’ inception; therefore, this study is 
designed to examine such an impact on the three measured variables. These variables are essential to overall employees’ 
performance in the workplace (Bakar et al., 2020; Hassan et al., 2019; Tenney et al., 2016); thus, need to be measured 
after the intervention using ‘SELF-IE’ module has taken place. In doing so, the research has three alternative hypotheses 
to be tested: 
Ha1: There is a significant mean difference in the emotional stability between the control group and the experimental 
group. 
Ha2: There is a significant mean difference in the psycho-spirituality between the control group and the experimental 
group. 
Ha3: There is a significant mean difference in the behavioral adjustment between the control group and the experimental 
group. 
METHODOLOGY  
This is a quantitative study, employing the quasi-experimental design which has pre-test, post-test, and follow-up test 
phases, conducted on control and experimental groups (Creswell, 2003). It is designed to look at the causal relationships 
and effects of the program’s intervention (‘SELF-IE’ module), which took a total of 20-hours of activities. The program 
is conducted for three days and two nights, by selected psychology officers who have been trained to facilitate the 
‘SELF-IE’ module. 
A total of 68 low-performing civil servants who attended the 2017 ‘Self-Change and Well-Being Program’ were roped 
as the study’s respondents using the purposive sampling procedure. The Personal Well-Being Questionnaire (PWQ) is 
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used as an instrument to collect data from the respondents at all phases of data collection. The instrument comprises 60 
items, divided into six sections. Section A consists of nine items to record demographic information of the respondents, 
whereas sections B, C, D, E, and F have a total of 51 items on a 5-point Likert scale. This instrument has an overall 
Alpha Cronbach’s value of 0.95, which reflects its’ high validity and reliability (Gay, Mills & Airasian, 2011; Bond & 
Fox, 2007).  
Data was inferentially analyzed, using an independent t-test method, to find the mean differences of the all three 
measured variables for both control and experimental groups. The analysis was conducted using the Statistical Package 
for Social Sciences (SPSS) software, version 23.0. 
RESULTS/FINDINGS 
At the significant level of p<.05, all three measured variables showed significant differences in the mean between both 
control and experimental groups in the independent t-tests conducted. For the emotional stability construct, Table 1 
illustrated that the mean for the experimental group (μ = 3.7464) was higher than the mean for the control group (μ = 
3.5313). Similarly, as shown in Table 2, there was a significant mean difference for the psycho-spirituality domain in 
which the mean for the experimental group (μ = 4.1914) was higher than the control group’s (μ = 3.9970). Last but not 
least, a significant mean difference also occurred for the behavioral adjustment variable (as indicated in Table 3), in 
which the mean for the experimental group (μ = 4.2413) exceeded the value for the control group (μ = 4.0828). In a 
nutshell, all these findings made the three alternative hypotheses of this study were accepted. 
Table 1: Mean Difference between Control and Experimental Groups for Emotional Stability 
Group N Mean (μ) SD t df Sig. 
Control 33 3.5313 .20172 2.483 66 .000* 
Experimental 35 3.7464 .45726    
*significant at p<.05 
Table 2: Mean Difference between Control and Experimental Groups for Psycho-Spirituality 
Group N Mean (μ) SD t df Sig. 
Control 33 3.9970 .28005 1.159 66 .000* 
Experimental 35 4.1914 .49252    
*significant at p<.05 
Table 3: Mean Difference between Control and Experimental Groups for Behavioral Adjustment 
Group N Mean (μ) SD t df Sig. 
Control 33 4.0828 .28773 2.541 66 .001* 
Experimental 35 4.2413 .48916    
*significant at p<.05 
DISCUSSION/ANALYSIS 
The findings of this study indicated that there is a positive impact of applying the ‘SELF-IE’ module as an intervention 
in the ‘Self-Change and Well-Being Program’ to assist identified low-performing civil servants to holistically improve 
themselves and their work performance. The significant mean differences in all the three measured variables between the 
experimental group and control group proved that respondents who received the intervention did show improvement 
after being tested again with PWQ at post-test and follow up test phases. 
First, after the intervention, respondents in the experimental group showed a significant increase of mean in the 
emotional stability domain. This finding is aligned with the study’s finding done by Cunningham et al. (2002) which 
found that after an Employee Assistance Program (EAP) for hospital employees, there was a good change in emotional 
stability and work performance of the participants. This finding is also concurrent with Judge and Erez (2007), and 
Dubreuil et al. (2016) research works that found highly stable emotional state correlates directly with individual 
employee’s work performance. The fact that emotion can be enhanced by using an intervention at the workplace which 
integrates the Transtheoretical Model approach (Goodwin, Cairns, Dargay & Hanly, 2004), suggests that ‘SELF-IE 
Module’ is a good intervention since it is developed by integrating Transtheoretical Model (TTM) and Reality Therapy. 
Secondly, the significant mean difference experienced by experiment group respondents proved that they started to 
appreciate their own psycho-spirituality value after the intervention. This is consistent with the view by Chandler, 
Holden, and Kolander (1992) which stated that employee who is aware of his or her spiritual values will strive to 
maintain harmony between colleagues and teams at work setting. This finding is also supported by findings from 
previous studies which indicated that elements of psychology and spirituality should be blended for developing an 
effective treatment program for work development, employees’ recovery, and workers’ well-being (King & Haar, 2017; 
McCarthy, Bauer, Truxillo, Campion, Iddekinge & Campion, 2017; Brown, Marquis & Guiffrida, 2013). 
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Finally, the improvement showed by experimental group respondents after receiving the intervention demonstrates that 
low-performing employees can still be assisted to change their behavior positively so that their workplace performance 
can also be enhanced. Kirk and Brown (2003), and Myers et al. (2000) pointed out that positive working behaviors could 
be instilled via a good counseling psychology intervention, in terms of any Employee Assistance Programs (EAPs). This 
view is also aligned with other scholars’ opinions that organizational/industrial psychology training are essential to 
attune maladaptive behavior of employees so that their work performance could be rectified (Weiss et al., 2016; Sin & 
Lyubomirsky, 2009; Martin et al., 1999; Richardson, 1993).  
In this sense, it is safe to say that the intervention conducted using the ‘SELF-IE’ module has clearly produced an impact 
to improve these domains of self-change among respondents. The development of the module based on the integration of 
Prochaska’s Transtheoretical Model (TTM) and Glasser’s Reality Therapy put a strong emphasis on the holistic process 
of human changes via the strengthening of measured variables. This research’s finding – all alternative hypotheses were 
accepted – indicated that this psychoeducational module contributed to the improvement of respondents’ overall self-
esteem, which will positively affect their work performance in their next appraisal (will be completed six months after 
the completion of the program). 
CONCLUSION 
In a nutshell, the counseling psychology intervention using the ‘SELF-IE’ module is really helping the low-performing 
civil servants to make self-change and enhance work performance in three vital dimensions; namely, emotional stability, 
psycho-spirituality, and behavioral adjustment, as established by this research’s findings. The development of the 
‘SELF-IE’ module not only validates and enhances the currently used module in Malaysian PSDs employee assistance 
program to help low-performing civil servants, but also contributes to the enrichment of human resource training 
modules as a whole, especially for government ministries, agencies, and other public organizations. 
LIMITATION AND STUDY FORWARD 
This study is conducted within the Putrajaya vicinity (using a purposive sampling technique), whereby the respondents 
were coming from ministries and agencies surrounding the area only. In the future, it is suggested that the respondents 
shall be randomly selected from other areas; for instance, different states and geographical locations, so that the cross-
cultural factors which may affect their work performance can be studied in the research. 
In addition, it is also recommended for future researchers to explore other variables to widen the understanding of 
employees’ performance as a whole. This is due to the fact that other potential variables such as cognitive ability, social 
skills’ capability, and workplace condition were also studied in previous research works about employees’ job 
performance in various organizational settings. 
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